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Introduction 

The Graduate Outlook Survey (GOS) is conducted annually by Graduate Careers Australia (GCA). This 

survey examines graduate recruitment practices and trends from the perspective of graduate 

employers in Australasia. It is currently in its eighth year.  

In 2012, we asked a number of new questions relating to graduate recruitment practices and 

graduate recruitment challenges, the responses to which are examined in detail in this report. 

For the second year, we have also produced six sector-specific reports that focus on specific data for 

the Government, Defence and Heath; Construction, Mining and Engineering; Accounting and 

Finance; Legal and Professional Services; Manufacturing; and Communication, Technology and 

Utilities sectors. These sector reports are a succinct version of key findings from this report, and 

focus on graduate recruitment trends, graduate skill shortages, graduate program promotion 

methods used, the use of social media and factors influencing graduate attrition and retention. 

The 2012 GOS was launched as an online only survey in early August 2012 and ran until early 

October, with a record 584 graduate employers responding to the survey.  

We hope you find  this edition of the Graduate Outlook Report useful. 
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Graduate Recruitment Trends 

This chapter explores how various aspects of graduate recruitment in Australasia have changed over 

time. Some aspects are new to Graduate Outlook 2012, while other aspects have been probed in 

each Graduate Outlook Survey (GOS) since its inception in 2005. This has resulted in a rich and 

detailed eight-year time series perspective. 

Graduate Recruitment 2008 - 2012 

In 2012, 12.5 percent of surveyed graduate employers did not recruit any graduates (refer to Figure 

1). There has been a steady increase in the percentage of employers not recruiting any graduates 

since 2008 with employers employing fewer graduates. The number of employers recruiting more 

than 20 graduates has also seen steady decline since 2008 with the exception of 2011. In 2012, there 

was a notable increase in the number of recruiters employing between 1-20 graduates, however this 

increase in the group of recruiters employing no graduates alongside the notable decrease in the 

group employing more than 20 graduates could be related to the current international economic 

climate. 

 

 

Figure 1: Graduate intake for 2008-2012 (%) 

In 2012, unmet demand for new graduate recruits fell from 27.6 per cent to 18.3 per cent of 

employers indicating that they would have recruited more graduates if a higher number of 

appropriate candidates had been available (see Figure 2). This figure has dropped below the level 

4.6% 

58.8% 

36.6% 

6.9% 

61.2% 

31.9% 

8.2% 

61.1% 

30.7% 

10.0% 

57.5% 

32.5% 

12.5% 

65.4% 

22.2% 

0%

10%

20%

30%

40%

50%

60%

70%

No graduates recruited 1 - 20 graduates recruited More than 20 graduates
recruited

2008 2009 2010 2011 2012



Page | 5  
 

seen during the global financial crisis in 2009 and may be due to the current cautious economic 

climate in Australia. 

 

Figure 2: Proportion of employers who would have recruited more graduates if a higher number of 
appropriate candidates had been available, 2005-12 (%) 

As shown in Figure 3, the Communication, Technology and Utilities industry saw the largest unmet 

demand for appropriately qualified graduates, with 28.9 per cent of employers indicating that they 

would have recruited more graduates if a higher number of appropriate candidates had been 

available. Between 2011 and 2012, the sector group saw a decrease of 21.1 percentage points in 

terms of the proportion of employers who would have recruited more graduates had a higher 

number of graduates been available. This indicates unmet demand has fallen notably. The downturn 

in the Utilities sector may be a contributing factor to the large decrease (RBA, 2012). The 

Government, Defence and Health sector saw the next largest unmet demand, with 28.1 per cent of 

employers indicating that they would have recruited a greater number of graduates if more 

appropriate applicants had been available.   

In 2012, the Construction, Mining and Engineering industry recorded the lowest unmet demand for 

graduates, with only 10.8 per cent of employers indicating that they would have recruited more 

graduates if more appropriate candidates had been available 
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Figure 3: Proportion of employers who would have recruited more graduates had a higher number of 
appropriate candidates been available, by sector, 2009-12 (%) 

Key issues affecting graduate recruitment 

For the first time in 2012, we asked employers about the issues affecting their decisions concerning 

the total number of graduates they plan to recruit in a given year. Their responses revealed four key 

issues influencing their graduate recruitment plans, including business and economic conditions, 

staff turnover, ability to support graduates, and budgetary constraints (refer to figure 4). 

‘Business and economic conditions’ were by far the most prevalent reason, with 51.2 per cent of 

employers indicating this had the greatest impact on the total number of graduates they recruited 

each year. This is not surprising given the current labour market for new graduates which  has yet to 

return to levels seen prior to the GFC. ‘Budgetary constraints’ were the second most common 

reason given, with 14.8 per cent of employers indicating this was a key issue. This was followed by 

staff turnover (13.1 per cent). 
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Figure 4: Key issues that affect total number of graduates recruited each year (%) 

Table 1 examines the key issues affecting the total number of graduates recruited each year at the 

sector level with employers indicating their intensions. Of employers in the Government, Defence 

and Health sector, 33.3 per cent indicated business and economic conditions were the most 

important issue affecting the total number of graduates they plan to recruit each year, with 30.0 per 

cent identifying budgetary constraints as the second most important issue.  

Construction, Mining and Engineering appeared to be the industry most affected by business and 

economic conditions, with 78.3 per cent of employers indicating this was the primary issue affecting 

the number of graduates they recruit each year. Interestingly, the Construction, Mining and 

Engineering industry was least affected by staff turnover, with only 2.2 per cent of employers stating 

this was the key issue affecting the total number of graduates they recruit. 

Table 1: Key issues that affect the total number of graduates recruited each year by sector, (%) 

 

Employers in Manufacturing industries were the most likely to have identified their ability to support 

new graduate employees as the most important issue affecting the number of graduates recruited 

each year (22.2 per cent).  
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In terms of staff turnover, Accounting and Finance employers were the most likely to indicate staff 

turnover this as the key issue affecting the number of graduates recruited each year (18.2 per cent).  

Both the Government, Defence and Health, and the Communication, Technology and Utilities groups 

had the highest proportion of employers selecting the ‘other’ category (16.7 per cent) for reasons 

why they did not recruit as many graduates as they would have liked. Some of the more common 

open-text responses in this category related to a lack of applications, graduates not wanting to 

relocate to regional/remote areas, and poor quality of graduate applications. 

While all sectors gave business and economic reasons as the key issue that affected their graduate 

intake each year, Government, Defence and Health employers indicated that they were far more 

likely than the  other sectors to also have budgetary constraints to consider. 

Graduate Skills Shortages 

Employers were asked if they had difficulty sourcing or recruiting candidates from any particular 

discipline areas in their 2012 graduate recruitment campaign. As shown in Figure 5, the responses to 

this question indicated that 34.3 per cent of employers had experienced difficulties. This figure is 

lower than the corresponding figures in 2010 and 2011, and likely reflects the cautious economic 

climate discussed earlier in this report.   

 

Figure 5: Proportion of employers who had difficulty sourcing graduates, 2005-12 (%) 

Employers who indicated that they had difficulty sourcing graduates were also asked to identify the 

particular discipline area(s) of concern. Of all employers that indicated they had difficulty sourcing 

enough graduates, 29.9 per cent claimed Information Technology graduates were difficult to source 

in 2012, which was a similar proportion to 2011 (see Figure 6). Compared with 2011, a larger 
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proportion of employers had difficulty sourcing enough graduates from the disciplines of Other 

Engineering, Health and Social Sciences, Resource Engineering and Earth Sciences, Sciences 

(excluding Earth Sciences), and Mathematics and Statistics.     

 

Figure 6: Proportion of employers who had difficulty sourcing graduates, by discipline area, 2009-12 (%) 

Employers who experienced difficulty sourcing graduates were asked how they attempted to 

address these shortages. Six key themes emerged from the responses received (refer to Table 2). 

Table 2: How employers attempted to addressed shortages of appropriate candidates, by sector
1
, 2012 (%) 
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As shown in the total column, responses to this question indicate that, of those employers who 

experienced candidate  shortages, 26.6 per cent did not address the issue. Those employers who did 

attempt to address their recruitment shortages indicated that sending targeted emails and/or 

advertising on a university website was the most common method. This method was especially 

popular with employers in the Accounting and Finance industry, with 71.4 per cent of employers 

indicating that they used this approach to  more appropriate candidates. 

Some of the ‘other’ responses received, were a mixture of text responses ranging from dedicating 

more resources to graduate recruitment and changing the disciplines they recruited from, to 

advertising earlier in the year to attract more applicants. 

Employer Preferences from Targeted Universities or Colleges 

In 2012, graduate employers were asked if they preferred to recruit graduates from particular  

universities or colleges.  

Table 3 shows that, overall, 42.7 per cent of employers indicated that they prefer to recruit 

graduates from particular  universities or colleges with employers in the Communication, Technology 

and Utilities industry the most likely to indicate (62.7 per cent). Conversely, Government, Defence 

and Health industry employers were the least likely to prefer graduates from particular universities 

or colleges (23.9 per cent). 

Table 3: Employers targeting certain Universities, by sector
1
, 2012 (%) 

 

Recruitment of International Graduates 

The proportion of employers who recruited international graduates rose from 15.7 per cent in 2005 

to a peak of 35.3 per cent in 2008 (refer to Figure 7). This peak corresponds with changes to the 

Australian Government’s General Skilled Migration program. However, as the impact of the GFC was 

felt in 2009, the percentage of employers recruiting international graduates dropped by 

approximately 15 percentage points and remained flat in 2010. The following year saw an 11.8 

percentage point increase in the  proportion of employers recruiting international graduates. 

In 2012, the proportion of employers recruiting international graduates declined by 7.6 percentage 

points to 23.2 per cent; however, this is still higher than the 2009 and 2010 figures.  

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 

Preferred to recruit graduates 

from certain 

universities/colleges

G/D/H C/M/E A/F L/PS M C/T/U Total

No 76.1% 54.3% 60.0% 56.2% 60.0% 37.3% 57.3%

Yes 23.9% 45.7% 40.0% 43.8% 40.0% 62.7% 42.7%
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   Figure 7: Proportion of employers who recruited international graduates, 2005-12 (%) 

At the sector level (refer to Figure 8), there was a decline across all categories  in the proportion of 

employers who recruited international graduates when comparing 2012 to 2011.  

The largest relative decline was observed for the Manufacturing sector, followed by Accounting and 

Finance and Legal and Professional Services. The sectors that saw the smallest relative decline 

between 2012 and 2011 were Construction, Mining and Engineering, and Communication, 

Technology and Utilities. 
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Figure 8: Proportion of employers who recruited international graduates, by sector, 2009-12 (%) 

 

Why Organisations Choose Not to Recruit International Graduates 

In 2012, employers who recruited only domestic graduates were asked why they did not recruit 

international graduates. This is examined by industry group in Table 4. 

Table 4: Why employers did not recruit international graduates, by sector
1
, 2012 (%) 

 

Three-quarters of Accounting and Finance employers indicated that the main reason they did not 

employ international graduates was the requirement that a candidate must be a citizen or 

permanent resident of Australia. This was also the most common reason given by employers in all 

other industries, with Manufacturing employers the least likely to have this as a prerequisite 

(50.0%). 

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 
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The next most common reason across all groups was that there were enough suitable local 

candidates. Legal and Professional Services employers were concerns about the retention of 

international candidates. 

 

Graduate Recruitment Practices 

This chapter examines the graduate recruitment practices of surveyed graduate employers, ranging 

from the promotion of their graduate programs through to key selection criteria for candidates.  

Promotion of Graduate Programs 

Employers were asked about the methods they used to promote their graduate programs in 2012 

(refer to Figure 9). The vast majority of employers indicated that they promoted their graduate 

program through their organisations website (68.6 per cent), followed by employment websites 

(58.6 per cent) and university careers services (48.6 per cent). 

 

Employers reported that the least used method to promote their graduate program in 2012 was via 

traditional newspaper advertising, with only 11.4 per cent using this method.  

 

Figure 9: Methods used to promote graduate program, 2012 (%) 

 

When promotional methods are examined by the size of the organisation, a number of notable 

differences emerge (see Figure 10). Large organisations (with more than 500 employees) were more 

likely to use all  of the promotional methods than their smaller counterparts, which is likely due to 
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these large organisations typically having larger graduate intakes and generally being better 

resourced. The largest difference was observed in regard to the use of university careers fairs as a 

promotional method (44.3 percentage points).   

 

 

Figure 10: Methods used to promote graduate program, by organisation size, 2012 (%) 

Social media sites such as Facebook, LinkedIn and Twitter are becoming more widely used for the 

promotion of graduate recruitment programs. For the first time in 2012, we asked employers to 

indicate the social media websites they used to promote their graduate recruitment programs, the 

results of which are presented in Figure 11. 

Smaller organisations were more likely than their larger counterparts to use Facebook to promote 

their graduate recruitment program (73.0 per cent and 68.8 per cent, respectively), although this 

was a common method for organisations regardless of size. Smaller organisations were also more 

likely to use LinkedIn to promote their graduate recruitment program than larger organisations (54.1 

per cent and 50.5 per cent, respectively). Larger organisations were more likely to use Twitter, 

YouTube and Whirlpool than smaller organisations.    
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Figure 11: Promotion of graduate program via social media sites, by organisation size, 2012 (%) 

Overall, the four most commonly utilised social media websites for graduate recruitment were 

Facebook, Twitter, YouTube and LinkedIn. These were also the most commonly used across all six 

sector groups under examination. 

Facebook was the most commonly used social media website amongst employers in every group 

except Manufacturing, in which LinkedIn was the most commonly used website. Usage of LinkedIn 

was also as common as Facebook amongst employers in the Communication, Technology and 

Utilities industry. The least used social media websites across sector groups were Pinterest, 

Instragram and other methods not listed on the survey.    

Table 5: Social media websites used, by sector, 2012 (%) 
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related
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Manufacturing
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Facebook 73.9% 61.5% 85.7% 69.4% 25.0% 66.7%

Twitter 39.1% 38.5% 33.3% 47.2% 25.0% 44.4%

YouTube 47.8% 23.1% 19.0% 25.0% 25.0% 22.2%

LinkedIn 39.1% 53.8% 47.6% 52.8% 75.0% 66.7%

Pinterest 0.0% 0.0% 0.0% 2.8% 0.0% 0.0%

Instagram 4.3% 0.0% 0.0% 5.6% 0.0% 0.0%

Whirlpool 4.3% 26.9% 9.5% 8.3% 0.0% 22.2%

Other 4.3% 0.0% 4.8% 0.0% 0.0% 0.0%
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Employers were consequently asked about the likelihood that they would use the same social media 

promotion methods in 2013. This is examined by organisation size in Figure 12. 

 

Figure 12: Anticipated promotion of graduate program via social media sites, by organisation size, 2013 (%) 

The most notable difference between 2012 and plans for 2013 is that a greater proportion of 

employers anticipate using social media sites as a promotion tool in 2013. This is particularly the 

case for LinkedIn, Twitter and YouTube regardless of organisation size. A lower proportion of both 

large and small employers expect to use Facebook to promote their graduate recruitment program 

in 2013. 

Smaller organisations who used Instagram, Pinterest and Other social media sites in 2012 do not 

intend using these again in 2013. 
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Table 6: Anticipated social media sites usage, by sector, 2013 (%) 

 

The largest proportions of employers across all industry groups, with the exception of 

Manufacturing, intend to use Facebook to promote their graduate recruitment program in 2013. 

Compared with 2012, a larger proportion of employers in the Accounting and Finance industry 

expect to use Facebook to promote their graduate recruitment program in 2013.  

The majority of employers in Manufacturing industries expect to use LinkedIn as a social media 

promotion method 2013, as was the case in 2012. 

 

Undergraduate and Employee Referral Programs 

Undergraduate programs (including work experience placements, internships, vacation work, etc.) 

are a valuable way for recruiters to foster and develop graduate talent, and can be used by 

employers as a tool to assess candidates prior to the commencement of their formal graduate 

recruitment campaigns. Employee referral programs, whereby employees are encouraged to 

consider family members, friends or other new graduates who may be qualified for a role within the 

organisation, also became increasingly popular in recent years as employers attempted to address 

the aforementioned graduate skills shortage. The proportion of participating employers who 

recruited graduates in 2012 through undergraduate and employee referral programs are presented 

in Figure 13 by organisation size. 

Will use promotion method in 2013
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Defence/ 

Health

Construction/

Mining/ 

Engineering

Accounting

/Finance 

related

Legal/ 

Professional 

services

Manufacturing

Communication/

Technology/ 

Utilities

Facebook 73.9% 53.8% 61.9% 72.2% 50.0% 66.7%

Twitter 52.2% 42.3% 23.8% 58.3% 50.0% 55.6%

YouTube 47.8% 23.1% 23.8% 33.3% 25.0% 27.8%

LinkedIn 43.5% 53.8% 57.1% 66.7% 75.0% 72.2%

Pinterest 0.0% 0.0% 0.0% 0.0% 25.0% 5.6%

Instagram 4.3% 7.7% 0.0% 0.0% 0.0% 0.0%

Whirlpool 4.3% 26.9% 14.3% 11.1% 25.0% 22.2%

Other 4.3% 0.0% 0.0% 0.0% 0.0% 0.0%
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Figure 13: Proportion of graduate employers who recruited graduates using undergraduate or employee 
referral programs, by organisation size, 2012 (%) 

The use of these programs varies considerably by organisational size. Large employers (more than 

500 employees) are more likely than their smaller counterparts to use an undergraduate program 

and employee referral program as part of their graduate recruitment activities.  

We gain an insight into the extent to which each group uses these programs when we break down 

undergraduate and employee referral programs by sector (refer to Figure 14). 

 

Figure 14: Proportion of graduate employers who recruited graduates using undergraduate or employee 

referral programs, by sector
1
, 2012 (%) 

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 
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Employers in Manufacturing industries were the least likely to use either program, with 21.4 per 

cent of employers using employee referral programs and 35.7 per cent using undergraduate 

programs. 

Construction, Mining and Engineering employers were most likely to employ the use of 

undergraduate programs and employee referral programs (83.6 per cent and 63.6 per cent, 

respectively). 

When examining the average proportion of a recruiter’s total graduate intake constituted by each of 

these programs by organisation size, an interesting picture emerges (see Figure 15). 

 

Figure 15: Average proportion of total graduate intake constituted by undergraduate and employee referral 
programs, by organisational size, 2012 (%) 

Smaller organisations who used these programs recruited, on average, a larger proportion of their 

total graduate intake through undergraduate and employee referral programs than their larger 

counterparts (36.3 per cent versus 29.9 per cent, and 15.7 per cent versus 9.8 per cent, 

respectively).  
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Figure 16: Average proportion of total graduate intake constituted by undergraduate and employee referral 
programs, by sector

1
, 2012 (%) 

When examined by sector in Figure 16, it can be seen that employers in Legal and Professional 

Services, and Construction, Mining and Engineering industries recruited, on average, fairly large 

proportions of their overall graduate intakes through undergraduate programs (40.7 per cent and 

39.7 per cent, respectively). On average, employers in Legal and Professional Services recruited 17.0 

per cent of their total graduate intake through employee referral programs, which was the highest 

out of any sector under examination. 

Compared with other sectors, employers in the Accounting and Finance area recruited, on average, a 

small proportion of their total graduate intake through an undergraduate program (23.6 per cent). 

Similarly, Manufacturing employers recruited a small proportion of their total graduate intake 

through employee referral programs.   

 

Key Selection Criteria 

Employers were asked to nominate which three selection criteria, aside from relevant qualifications, 

they considered to be most important when evaluating applicants. These findings are presented in 

Table 7, ranked from most to least nominated. 

 

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 
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Table 7: Most important selection criteria when recruiting graduates, 2009-12 (Rank) 

 

‘Interpersonal and communication skills’ was the most frequently nominated selection criterion in 

2012, which is consistent with the findings from previous years of this survey. Numerous other 

studies have reached similar conclusions regarding the importance of ‘interpersonal and 

communication skills to students’ careers (e.g. Johnson & Johnson, 1995; VUW, 2006). It is also 

noteworthy that the top four selection criteria have remained unchanged over the past four years. 

When the rankings of these key selection criteria are examined by employer sector, ‘interpersonal 

and communication skills’ remained the single most frequently nominated selection criterion for all 

of the industry groups under examination (refer to Table 8). 

Table 8: Most important selection criteria when recruiting graduates by sector, (Rank) 

 

All groups, with the exception of Manufacturing, nominated ‘passion and knowledge of industry’ 

second most frequently. The second most frequently nominated selection criterion for employers in 

the Manufacturing industry was ‘critical reasoning and analytical skills’. 

 

Selection Criteria 2009 2010 2011 2012

Interpersonal and communication skills (written and oral) 1 1 1 1

Passion/Knowledge of industry/Drive/Commitment/Attitude 2 2 2 2

Critical reasoning and analytical skills/Problem solving/Lateral thinking/Technical skills 3 3 3 3

Calibre of academic results 4 4 4 4

Cultural alignment / Values fit 7 5 6 5

Work experience 6 6 5 6

Emotional intelligence (incl. self-awareness, strength of character, confidence, motivation) 8 8 8 7

Teamwork skills 5 7 7 8

Activities (incl. intra and extra curricular) 10 10 10 9

Leadership skills 9 9 9 10

Selection Criteria G/D/H C/M/E A/F L/PS M C/T/U All

Interpersonal  and communication ski l l s 1 1 1 1 1 1 1

Pass ion/Knowledge of industry (etc.) 2 2 2 2 3 2 2

Critica l  reasoning and analytica l  ski l l s  (etc.) 3 6 4 5 2 4 3

Cal ibre of academic results 5 5 3 3 6 6 4

Cultural  a l ignment / Values  fi t 7 4 5 4 5 3 5

Work experience 6 3 7 7 4 5 6

Emotional  intel l igence 8 7 6 6 9 7 7

Teamwork ski l l s 4 8 8 8 6 8 8

Activi ties 9 8 9 8 10 10 9

Leadership ski l l s 9 10 10 10 6 9 10
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Overall, ‘leadership skills’ was nominated least often by graduate employers, with employers 

potentially viewing this as a skill that can be fostered within an organisation once a graduate begins 

in a program.  

Least Desirable Graduate Characteristics 

In addition to their three most important selection criteria, participating employers were asked to 

indicate (from a list of nine characteristics) what they believed to be the three least desirable 

characteristics that they would like to be absent in their 2012 candidate pool. These undesirable 

characteristics are presented in Table 9, ranked from most to least nominated in 2012. 

‘Lack of interpersonal and communication skills’ was the undesirable characteristic in a graduate 

candidate nominated most frequently in 2012, followed by ‘poor attitude/lack of work ethic’. These 

findings were reasonably consistent across all sector groups.  

 ‘Lack of emotional intelligence, self-awareness’ was consistently nominated least often across 

groups, being ranked in ninth position.  

Table 9: Least desirable characteristics when recruiting graduates, by sector
1
, 2012 (Rank) 

 

Important Aspects of a Curriculum Vitae 

Employers were asked to indicate which three aspects of a graduate’s curriculum vitae (CV) they 

considered to be the most important (aside from personal details and references).  

 

Since the inception of this question in 2009, ‘Employment history’ has been the most frequently 

nominated over the past four years, followed by ‘Academic results’ and ‘Academic qualifications’ 

(refer to Table 10). Over the same period ‘Hobbies/Interests’ and ‘Relevant associations and 

professional memberships’ have been among the least frequently nominated, being ranked ninth 

and tenth, respectively. 

 

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 

Least Desirable Characteristics G/D/H C/M/E A/F L/PS M C/T/U All

Lack of interpersonal  and communication ski l l s  (etc.) 1 4 1 1 2 1 1

Poor atti tude/Lack of work ethic (etc.) 3 1 2 2 1 4 2

Arrogance/Sel fishness/Aggress ion/Dominating 2 3 3 3 3 3 3

Lack of drive, motivation (etc.) 4 2 4 4 3 2 4

Poor teamwork ski l l s 5 5 8 6 5 5 5

Poor or inappropriate academic qual i fications  (etc.) 7 8 6 5 8 7 6

Inflexibi l i ty/Inabi l i ty to accept direction (etc.) 6 7 7 8 5 6 7

Lack of commitment/High absenteeism (etc.) 8 6 5 7 7 8 8

Lack of emotional  intel l igence, sel f-awareness  (etc.) 9 9 9 9 9 9 9
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Table 10: Most important aspects of a graduate's curriculum vitae, 2012 (Rank) 

 
 

When examined by sector, ‘Employment history’ was the most frequently nominated as an 

important aspect of a graduate’s CV for most groups, with the exception of Legal and Professional 

Services, and Manufacturing (refer to Table 11). Legal and Professional Services employers 

nominated ‘Academic results’ most frequently as an important aspect of a graduate’s CV, whereas 

Manufacturing employers nominated ‘Summary of key skills and personal attributes’ most 

frequently. 

 

‘Notable achievements’ was the fourth most frequently nominated aspect by employers in the 

Accounting and Finance, Legal and Professional Services, and Communication, Technology and 

Utilities groups, compared with an overall ranking of eighth.   

 

Table 11: Most important aspects of a graduate's curriculum vitae, by sector
1
, 2012 (Rank) 

 

Table 11 should not be interpreted as suggesting the order in which these aspects should appear in a 

CV, as there are accepted conventions regarding how these are presented. Rather, these findings are 

intended to provide guidance to graduates about what sections should contain the most detail when 

they are preparing their CVs. These findings suggest that employers are generally interested in what 

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 

Aspect of Curriculum Vitae 2009 2010 2011 2012

 Employment his tory 1 1 1 1

 Academic results 2 2 2 2

 Academic qual i fications 3 3 3 3

 Statement detai l ing their career goals/objectives 6 5 6 4

 Detai ls  of voluntary employment and student placements 5 6 4 5

 Summary of their key ski l l s  and personal  attributes 4 7 7 6

 Profess ional  development activi ties  undertaken (e.g. tra ining, workshops, conferences) 8 8 8 7

 Notable achievements 7 4 5 8

 Hobbies/interests 9 9 9 9

 Relevant associations  and profess ional  memberships 10 10 10 10

Aspect of Curriculum Vitae G/D/H C/M/E A/F L/PS M C/T/U All

Employment his tory 1 1 1 2 2 1 1

Academic results 5 2 3 1 7 2 2

Academic qual i fications 2 3 2 6 3 5 3

Statement detai l ing career goals/objectives 6 5 6 5 3 3 4

Detai ls  of voluntary employment and placements 3 6 7 3 7 7 5

Summary of key ski l l s  and personal  attributes 4 7 4 7 1 7 6

Profess ional  development activi ties  undertaken 7 3 8 8 5 5 7

Notable achievements 8 8 4 4 6 4 8

Hobbies/Interests 9 9 9 10 9 9 9

Relevant associations  and profess ional  memberships 10 9 10 9 10 10 10
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graduates can bring to the employer in terms of their previous experience, paid and unpaid, as well 

as their skills, personal attributes and academic achievements. 

Rating of 2012 Graduate Recruitment Campaign 

Graduate employers were asked to rate four key aspects of their 2012 graduate recruitment 

campaign on a five-point quality scale1 and then provide an overall rating of their 2012 graduate 

recruitment campaign (see Table 12). 

In order to simplify the presentation of these ratings, they have been separated by year and grouped 

into two categories: 

 Meets or exceeds average expectations: combines employers who rated an aspect as being 

average, above average or excellent. Essentially, this includes all employers who were satisfied 

with a particular aspect of their graduate recruitment campaign. 

 

 Exceeds average expectations: combines employers who rated an aspect as being either above 

average or excellent. Essentially, this includes those who had a strong positive reaction to a 

particular aspect, considering it to be above their average expectations. 

 

Table 12: Employer ratings of their own graduate recruitment campaign, 2009-12 (%) 

 

Since 2010, there has been a steady decline in the proportion of employers whose average 

expectations were exceeded in terms of the ‘Number of applications received’ and the ‘Standard of 

applications received’. Interestingly, the proportion of employers whose average expectations were 

exceeded in terms of the ‘Standard of candidates seen during selection process’ remained fairly 

stable over this same period, while the proportion whose average expectations were exceeded in 

terms of the ‘Standard of candidates accepting a position’ and the ‘Overall rating of graduate 

recruitment campaign’ actually had an upward trend.  

                                                           
1
 The measurement scale: very poor, below average, average, above average, excellent (adapted from Siegle, 

n.d.). 
 

2009 2010 2011 2012 2009 2010 2011 2012

Number of appl ications  received 89.9% 91.9% 87.8% 89.8% 58.4% 61.3% 51.2% 50.0%

Standard of appl ications  received 89.6% 91.1% 86.3% 86.1% 38.2% 49.1% 44.4% 43.8%

Standard of candidates  seen during selection process 92.4% 92.3% 92.0% 92.7% 53.5% 58.3% 59.0% 58.5%

Standard of candidates  accepting a  pos i tion 94.3% 96.3% 95.8% 96.3% 65.4% 70.3% 76.1% 75.7%

Overal l  rating of graduate recruitment campaign 91.5% 94.0% 92.7% 94.8% 55.5% 59.6% 58.2% 61.7%

Aspect of graduate recruitment campaign
Exceeds average expectations

Meets or exceeds average 

expectations
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Table 13 examines the ratings broken down by sector for aspects of an employer’s graduate 

recruitment campaign.  

Employers in the Government, Defence and Health sector were the least likely to have a strong 

positive reaction to the ‘Number of applications received’ (40.0 per cent), whereas employers in the 

Construction, Mining and Engineering industry were the most likely (69.1 per cent). 

Table 13: Employer ratings of their own graduate recruitment campaign, exceeds average expectations by 
sector

1
, 2009-12 (%) 

 

Employers in the Manufacturing industry were the least likely to have their expectations exceeded in 

terms of every aspect with the exception of the ‘Number of applications received’. On the other 

hand, employers in the Construction, Mining and Engineering industry were the most likely to have 

their expectations exceeded in terms of every aspect with the exception of the ‘Standard of 

applications received’, in which they were the second most likely after employers in the Accounting 

and Finance sector.  

 

  

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 

Aspect of graduate recruitment campaign G/D/H C/M/E A/F L/PS M C/T/U All

Number of appl ications  received 40.0% 69.1% 47.9% 47.2% 50.0% 40.8% 49.5%

Standard of appl ications  received 44.1% 54.4% 37.5% 58.3% 21.1% 26.5% 44.4%

Standard of candidates  seen during selection process 51.5% 69.1% 56.3% 74.3% 27.8% 46.9% 58.9%

Standard of candidates  accepting a  pos i tion 63.6% 92.6% 72.3% 79.1% 52.9% 73.5% 75.5%

Overal l  rating of 2012 graduate recruitment campaign 45.6% 80.9% 64.6% 71.8% 31.6% 50.0% 61.5%
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2012 Graduate Cohort 

This section of Graduate Outlook 2012 examines participating employers’ ratings of the graduates in 

their 2012 candidate pool in regard to eight key employability attributes, as well as the employability 

skills of the graduate candidates who commenced employment with their organisation in 2012. 

Applicant Characteristics 

Employers were asked to rate the applicants in their 2012 graduate candidate pool with regard to 

eight key employability attributes using a five-point quality scale1. In order to simplify the 

presentation of these ratings they have been grouped into two categories: 

 

 Meets or exceeds average expectations: includes only those employers who rated a particular 

attribute as being in line with their average or above average expectations for their candidate 

pool. 

 

 Exceeds average expectations: combines employers who rated a particular attribute as being 

either above average or excellent (i.e. above their average expectations for their candidate 

pool). 

In 2012, there were 12.4 percentage points (refer to Table 14) separating the highest and lowest 

ranked attributes in terms of the proportion of employers who considered that their graduate 

applicants at least met their average expectations (i.e. ‘Academic results’ and ‘Knowledge of our 

organisation’).  

The fact that such a small proportion of graduate applicants fell short of employers’ average 

expectations is a positive sign for higher education in Australia and New Zealand, and is also a 

positive reflection on the many sources of jobseeker information available to new graduates. 

In 2012, ‘academic results’ was rated the highest in terms of exceeding average expectations.  

When examining those applicant characteristics that exceed average expectations, two fell below 

the 50.0 per cent mark: ‘Prior work experience’ (44.9 per cent) and ‘Knowledge of our organisation’ 

(46.1 per cent).  

In terms of graduates’ communication skills, a larger proportion of employers had their average 

expectations either met or exceeded in terms of their ‘verbal communication skills’ than their 

‘written communication skills’. This was especially true in terms of the proportion of employers who 

                                                           
1
 A five-point scale was used, with ratings; very poor, below average, average, above average, excellent 

(adapted from Siegle, n.d.). 
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had their average expectations exceeded (62.9% and 56.8% for verbal and written communication 

skills, respectively).    

Table 14: Rating of graduate applicant characteristics, 2012 (%) 

Graduate applicant characteristics 

Meets or 
exceeds 
average 

expectations 

Exceeds 
average 

expectations 

Academic results 98.3% 67.2% 

Ability to work in a team 98.2% 61.8% 

Professionalism 97.0% 61.0% 

Presentation skills 96.3% 59.3% 

Communication skills - verbal 93.6% 62.9% 

Level of extra-curricular activities 93.0% 52.4% 

Communication skills - written 91.5% 56.8% 

Prior work experience 91.3% 44.9% 

Knowledge of our organisation 85.9% 46.1% 

When considering these findings, it is important to recognise that different employers and sector 

groups would likely have different expectations of their graduate applicants. Hence, a graduate who 

exceeds the expectations of one employer may be merely in line with the expectations of another. 

So, while these findings provide a useful guide regarding the particular characteristics for which 

graduate employers rate their applicants highly, in comparison to those for which there is room for 

improvement, they should be taken as indicative only.  

Graduate Skills 

Employers were asked again in 2012 to rate the employability skills of the graduates who started 

with their organisation in 2012. Employers were presented with a list of nine generic employability 

skills which can all be considered important in terms of a graduate being ‘well-rounded’ and ‘job 

ready’, and were asked to rate their 2012 graduates in regard to each skill using the same five-point 

quality scale as previously mentioned. Responses have been summarised according to employers 

who had their average expectations met and those who had their average expectations exceeded 

(see Table 15). 
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Table 15: Rating of graduate employability skills, 2009-12 (%) 

Graduate employability skills 

Meets or exceeds average 
expectations 

Exceeds average expectations 

2009 2010 2011 2012 2009 2010 2011 2012 

Technology 98.0% 98.8% 98.9% 98.7% 41.6% 65.4% 68.4% 69.6% 

Learning 97.6% 98.8% 98.9% 98.7% 70.0% 67.1% 74.2% 72.2% 

Teamwork 97.6% 99.2% 99.3% 98.0% 59.1% 65.3% 65.3% 69.2% 

Communication 94.3% 98.0% 96.0% 97.3% 59.1% 65.5% 63.9% 70.3% 

Problem-solving 93.2% 98.0% 96.3% 95.3% 58.9% 60.5% 57.6% 61.7% 

Initiative and enterprise 95.2% 96.4% 97.4% 94.6% 67.9% 64.1% 60.4% 59.7% 

Technical skills from their course 95.2% 97.2% 94.9% 94.0% 57.1% 53.6% 56.2% 58.1% 

Planning and organising 92.8% 95.5% 93.1% 92.6% 43.5% 47.2% 46.4% 54.8% 

Self-management 90.5% 96.4% 92.6% 92.0% 54.4% 46.0% 47.7% 54.5% 

Examining these results over the past four years, we see that a consistently high proportion of 

employers found that the employability skills of their graduate recruits met their average 

expectations. The three graduate employability skills that most frequently met employers’ average 

expectations consistently over the past four years are ‘technology’, ‘learning’ and ‘teamwork’. 

In 2012, the graduate employability skill that most frequently exceeded average expectations was 

‘learning’ which has been the case over the past four years. Over the past three years, ‘self-

management’ has been the lowest-rated graduate employability skill in terms of exceeding 

employers’ average expectations. 
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Graduate Retention 

Since the inception of the Graduate Outlook Survey in 2005, the retention of graduate employees 

has been highlighted by participating employers as a major issue, both now and in the future. 

This section of Graduate Outlook 2012 begins with an investigation of the scope of graduate 

retention and attrition in participating organisations. This is followed by an examination of the 

factors which participating employers believe contribute to graduate attrition, as well as the 

strategies which they feel are most effective at retaining graduate employees. 

Graduate Retention and Attrition 

In order to better understand graduate attrition rates, employers were asked to indicate the 

proportion of their graduate cohort (i.e. the group of graduates starting with their organisation in a 

given year) that was still employed with their organisation at the end of one year, three years and 

five years. The average proportion of graduates from that cohort still employed with the 

organisation at each of these milestones is presented in Figure 17. 

 

Figure 17: Average proportion of graduate cohort still employed with the organisation at the end of one, 
three and five years after their commencement, 2012 (%) 

Figure 17 shows that nearly 15 per cent of graduates do not see out their first year of employment 

with a graduate employer, with this figure more than doubling after three years. By the end of the 

fifth year, slightly more than half of the starting graduate cohort will have moved on.  
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When average attrition is plotted by employer sector (refer to Figure 18) the same highly linear 

trend is observed for all of the industries under examination. It can also be seen that graduate 

attrition rates are broadly comparable across  groups. The Government, Defence and Health sector 

has the largest decline in retention rates within the first year, losing an average of 21.0 per cent of 

graduates. The Construction, Mining and Engineering industry has the strongest retention rate, 

losing only 6.1 per cent within the first year. This industry also has the strongest retention rates after 

5 years, with 58.0 per cent of graduate employees still with the same employer. 

 

Figure 18: Average proportion of graduate cohort still employed with the organisation at the end of one, 
three and five years after their commencement, by sector, 2012 (%) 
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Factors Influencing Graduate Attrition 

Employers were asked to identify the factors which they believe contribute to a graduate’s decision 

to change employers. Employers were presented with a list of nine key factors that may impact on 

graduate attrition and were asked to rate each on a five-point importance scale. These attrition 

factors are presented in Figure 19, listed in order of the proportion of employers who rated them as 

being either quite important or very important. 

 

Figure 19: Perceived important factors in graduate attrition, quite/very important, 2012 (%) 

The highest rated cause for graduate attrition was ‘relationship with direct manager/supervisor’ with 

87.4 per cent of employers rating it as being either quite or very important. This was followed by 

‘desire for greater professional development’ (85.6 per cent) and ‘organisational culture’ (83.0 per 

cent).  

Personal factors such as ‘lack of loyalty’, ‘desire to travel’ and ‘seeking experience in a different 

sector’, which can be beyond the capacity of the organisation to address, appear to be secondary to 

a range of factors that organisations may be able to influence. It is helpful for employers to know 

that graduate attrition seems to be primarily influenced by factors largely within their control. 
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Graduate Retention Strategies 

To better understand what employers are currently doing to encourage graduates to remain 

employed with their organisation, they were asked to rate, based on their own experiences in their 

organisation, the effectiveness of ten common graduate retention strategies on a five-point 

effectiveness scale1. These retention strategies are presented in Figure 20 in order of the proportion 

of graduate employers who rated them as being either quite effective or very effective2.  

 

 

Figure 20: Effectiveness of graduate retention strategies, quite/very effective, 2012 (%) 

Employers have cited the most effective strategies to retain graduates as ‘internal training and 

development activities’ (86.3 per cent), followed by ‘support for external training and development’ 

(78.8 per cent). Professional training and development opportunities can further a graduate’s 

knowledge and skill-set, and are seen by employers as effective retention strategies. Employers 

using these as retention strategies may view them as ways to foster a longer-term commitment from 

a graduate so that future talent and leaders are developed. 

Examining retention strategy trends over the past four years (refer to Table 16), we can see that 

there has been a decline in the proportion of employers who considered professional training and 

development (both internal and external) to be an effective retention strategy. 

  

                                                           
1
 Prior to 2009, this question addressed whether employers used a particular retention strategy but did not 

investigate the extent to which they considered it to be effective. In 2009, this question was changed to an 
effectiveness scale: not at all effective, not very effective, somewhat effective, quite effective, very effective.  
2
 If a particular retention strategy had not been used by the organisation, employers were instructed to mark it 

‘not used’, which excluded it from the calculation of these effectiveness percentages. 

35.3% 

60.3% 

63.4% 

65.8% 

71.6% 

74.6% 

78.2% 

78.7% 

78.8% 

86.3% 

0% 20% 40% 60% 80% 100%

Specific area for graduates on website

Performance-based remuneration

Graduate-focused social activities

Leadership development program for identified … 

Buddy system

Specific graduate induction program

Regular performance appraisals

Mentoring scheme

Support for external training and development

Internal training and development activities



Page | 33  
 

Table 16: Effectiveness of graduate retention strategies, quite/very effective, 2009-2012 (%) 

Effectiveness of graduate retention strategies 2009 2010 2011 2012 

Internal training and development activities 90.2% 86.7% 89.3% 86.3% 

Support for external training and development 85.3% 84.2% 83.8% 78.8% 

Mentoring scheme 84.6% 84.7% 82.8% 78.7% 

Regular performance appraisals 80.8% 81.7% 79.7% 78.2% 

Specific graduate induction program 80.1% 84.5% 81.3% 74.6% 

Buddy system 78.4% 81.1% 78.8% 71.6% 

Leadership development program for identified ‘stars’ 81.3% 80.9% 77.4% 65.8% 

Graduate-focused social activities 72.8% 69.5% 67.7% 63.4% 

Performance-based remuneration 64.4% 75.6% 67.2% 60.3% 

Specific area for graduates on website 43.0% 47.2% 48.6% 35.3% 

There has also been a gradual decline over the past four years in the proportion of employers 

identifying ‘leadership development programs for identified stars’ as an effective retention strategy, 

with the largest year-on-year decrease seen between 2011 and 2012 (11.6 percentage points). 

Over the past four years, the proportion of employers considering each of these retention strategies 

to be effective has declined, with the smallest decline observed in regard to ‘regular performance 

appraisals’ (2.6 percentage points). 

Graduate retention strategies are presented by employer sector in Table 19, ranked in terms of the 

proportion of employers who considered them to be quite/very effective. When examining retention 

strategies by sector we see a number of differences between the rankings. 

Table 17: Effective graduate retention strategies, by sector
1
, quite/very effective, 2012 (Rank) 

 

                                                           
1
 G/D/H = Government/Defence/Health, C/M/E = Construction/Mining/Engineering, A/F = Accounting/Finance, 

L/PS = Legal/Professional Services, M = Manufacturing, C/T/U = Communication/Technology/Utilities. 

Graduate retention strategy G/D/H C/M/E A/F L/PS M C/T/U All

Internal  tra ining and development activi ties 1 1 1 1 1 2 1

Mentoring scheme 3 4 5 2 6 1 2

Support for external  tra ining and development 2 2 2 6 3 6 3

Regular performance appraisa ls 4 3 3 3 2 5 4

Speci fic graduate induction program 5 6 4 4 8 4 5

Buddy system 6 8 5 5 5 2 6

Leadership development program for identi fied ‘s tars ’ 8 7 7 9 4 7 7

Graduate-focused socia l  activi ties 7 5 8 8 9 9 8

Performance-based remuneration 9 9 9 7 7 8 9

Speci fic area for graduates  on webs ite 10 10 10 10 10 10 10
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The highest-ranked retention strategy across all sectors except Communication, Technology and 

Utilities was ‘internal training and development activities’. For employers in this group, the top-

ranked retention strategy was ‘mentoring scheme’. The lowest-ranked retention strategy across all 

sectors was ‘specific area for graduates on website’. 
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Survey Method and Instrument 

The GOS survey methodology and full survey instrument are available via the GCA website . 
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